Moving forward
The future holds many
challenges for Debswana.
We can wait for these
to arrive and potentially
overwhelm us – or we
can take action now to
shape our future for
the benefit of all our
stakeholders.
We have chosen
the latter course by
developing a strategy that
will enable us to move
forward with confidence.

Chairman’s statement

Living up to diamonds
Nicky Oppenheimer
Debswana Chairman

T

he review period has been characterised by challenges across the diamond industry,
not least within Botswana and Debswana. It is therefore particularly satisfying that
Debswana production of 32 million carats was once again the most significant
contributor to the record 49 million carats produced by De Beers, its subsidiaries
and its partner companies around the world. The investment that is being made in two new
recovery plants, in Orapa and Jwaneng, will substantially boost the company’s ability to recover
significantly more diamonds from the ore currently being treated in the future.
The fact that these exceptional production figures could be achieved in parallel with sound
safety results speaks volumes for the calibre of Debswana’s people and the management of the
operations.
Debswana continues to take its responsibility as a significant contributor to the Botswana
economy seriously. This goes beyond its commitment to being a good corporate citizen – and
Debswana has been, and will continue to be, a good corporate citizen, making a substantial contribution to corporate social responsibility initiatives and to the development of new businesses.
Recognising that the long-term sustainability of Debswana is vital for the continued well-being of
the country, the company has embarked on a strategy that will equip it to meet the challenges
that lie ahead. This revitalising exercise goes to the very heart of Debswana. It includes preparing the company to move beyond its current focus on open pit mining. The strategy, dubbed
North Star, is ambitious and reflects the innovation and expertise that are key factors in earning
the position of leadership in the diamond world.
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The fact that
these exceptional
production figures
could be achieved
in parallel with
sound safety results
speaks volumes
for the calibre
of Debswana’s
people and the
management of the
operations.

This is why I welcome the fact that Debswana’s new Vision, described in this publication, is so
closely aligned with that of the Purpose, Vision and Values of the De Beers family of companies.
Indeed, Debswana was intimately involved in the initiation and formulation of these aspirational
guidelines.
A major development in the evolution of our relationship with the government and people of
Botswana is currently unfolding with the establishment in Gaborone of operations previously
situated in London. This will shorten the diamond pipeline from mine to finger. It is a move
that will be good for the global diamond industry, for Botswana and for De Beers.
The newly formed DTC Botswana will focus particularly on beneficiation and the creation of
marketing opportunities. It will also provide additional employment in the Botswana diamond
industry and is important proof of De Beers’ ability to identify with the aims and aspirations of
the producer countries.
Debswana and De Beers – along with its subsidiaries and partner companies - have long
recognised that its leadership role in the diamond industry carries with it an obligation to lead
by example. The phrase, “living up to diamonds” has become the leitmotif of the entire family
of companies. It is expressed, firstly, in our vigilance in ensuring the integrity of the product:
diamonds. This has led to the development of equipment by the Diamond Trading Company’s
(DTC) which can detect synthetics quickly and easily. It is also the reason behind our requirement, now accepted by the industry, for a full disclosure policy relating to synthetics, treatment
and simulates.
The Forevermark – an inscription invisible to the naked eye – is an absolute guarantee to
the consumer that a purchase is sourced to the highest ethical standards, and is a natural and
untreated diamond. This has been tested in a pilot programme in Hong Kong, with positive
consumer response and extended to Japan, China, India and the Gulf.
If diamonds are to continue to reflect values like integrity and natural purity it is essential that
every aspect of the industry guards that reputation by maintaining the highest ethical and professional standards.
In conclusion, I would like to congratulate Blackie Marole on his first year at the helm of Debswana. I am confident that he and the team have set the company on course to a sustainable
future and that together, they will steer Debswana successfully towards the North Star goals.

N F Oppenheimer
Chairman
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Managing Director’s statement

Platform in place for
future growth

T

he review period was a satisfactory one for Debswana, and for me personally. I am
pleased to be able to report that, during my first full year at the Debswana helm, we
once again broke our diamond production record by delivering 31.9 million carats.

We finished within budget for both operating and capital expenditure. And our
revenues were also exceptionally good, not only because of the record carat delivery but also
because the diamond price rose. The 12% Pula devaluation also worked in our favour and
enhanced what would have, in any event, been a very strong bottom line result.
These achievements are particularly remarkable when looked at against the background of
the setbacks that we had at Orapa Mine: we lost the main shovel early in the year and soon
after, we lost an access road that was a critical part of the mine plan. The collapse of the road
necessitated more than having to build another access road – the entire mine plan had to be
changed.
So we did well. Without the setbacks, we probably would have done even better. However,
there are always setbacks in mining and one has to be prepared to deal with them. The fact
that we were able to catch up and come out on the plus side of the equation by the end of the
review period indicates that there was a degree of preparedness on our part to deal with those
kinds of mishaps.
I am particularly pleased with the way Jwaneng has turned around and contributed substantially
to the Company’s excellent results. That, for me, is a highlight of 2005 because it shows
what can be achieved with teamwork and planning. In fact, Jwaneng’s performance can, in
large measure, be attributed to the mine truly living the Debswana values and “Living up to
Diamonds.”
Overall our safety performance has improved but we still have a long way to go to attain our
goal of zero lost time injury frequency rate (LTIFR). Safety will therefore remain a top priority
for us and an integral part of the way we do business.
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The big numbers P15.8 billion revenue
up from P11.7 billion in 2004
31.9 million carats produced
up from 30.3 million in 2004
33,855 million carats sold
up from 28,914 million in 2004

2005 – 1st Quarter
• Orapa and Letlhakane Mines
hold an awards ceremony
to honour employees and
contractors who have been
exemplary in promoting safety
standards at the mines. They
had also achieved ISO 14001
re-accreditation, which is the
equivalent of an impeccable
environment management
programme.

2nd Quarter
• A section of the Orapa Mine
pit slope collapses, affecting one
of the roads going into the pit.
No one was injured nor was
there any damage to equipment.
This incident follows an earlier
on in which a loading shovel is
damaged by fire while carrying
out routine work in the pit.
• Debswana sponsors a workshop
in Jwaneng for farmers
on ‘Sharing the Land with
Predators’. Fifty-five people
attend, 40 of whom are farmers

from the local area. The rest
include representatives from the
Departments of Wildlife and
Animal Health and Production.
• The Board of Directors
approves the introduction of
additional structures to further
enhance the Company’s
corporate governance
framework. This includes the
establishment of a Technical
Committee which is tasked with
considering such issues as mining
plans and proposals, technical
issues and capital expenditure.

• Morupule Colliery directors
approve the construction of a
P22 million wash plant at the
mine. This will enable the
colliery to diversify its customer
base and make it possible for
customers who have been
importing washed coal from
South Africa, to acquire it locally.
• An Infectious Disease Control
Clinic is opened at Jwaneng by
the Minister of Health, Professor
Sheila Tlou.
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2005 was the year we developed a new strategy. Most
of our time was spent on the strategy. And what was
good about it was that people were very responsive
to taking part in the process. We are now moving to
implementation.

3rd Quarter
• An anthrax outbreak at Jwaneng
Game Park is contained and the
park is reopened to visitors.
• Debswana apprentices scoop
awards in all the categories at
the annual De Beers Apprentice
of the Year Awards. They
take first place in four trades:
electrical, fitting, fabrication/
welding and heavy plant
mechanic. Winners are from
both Orapa and Jwaneng Mines.
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• “Let us Hear your Voice”
climate survey starts and
continues for three weeks.
A total of 2 219 employees take
part in the survey and focus
groups which are independently
conducted by Deloittes.
The results are taken into
consideration in the formulation
of Strategy 2010.
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• 75% of Debswana staff actively
participate in a Wellness Week.
The objective is to provide
an opportunity for staff to
participate in the “Know your
Status” campaign and to test for
other chronic illnesses.
• The Debswana Strategy Review
Project – which becomes
known as Strategy 2010
– is concluded. The Strategy
recommends targets for the
period 2006 – 2010. Strategy

2010 will shape everything
Debswana does for the next
five years – and beyond
• 2005 Jwaneng GM’s Spring
Cycle race attracts 176 cyclists
from across Botswana as well
as from neighbouring countries.
Funds raised go to the GM’s
charity fund.
• The 25th Inter-Mine First Aid
competition is held at Orapa.
Jwaneng wins the competition
for the fourth consecutive year.

Managing Director’s statement continued

Moving ahead
Much of the year 2005 was spent developing our strategy for the period 2006 until 2010.
The strategy seeks to improve profitability of open pit mining, focusing on more efficient
use of our existing assets and application of better and more efficient diamond recovery
methods. It will also address our cost structures in order to contain annual cost increases within
inflation.
Meanwhile a work stream has started to gear the Company up for major capital projects,
acquiring, mineral resource information for new treatment plants and to assess underground
mine potential. All these form part of the strategy and should enable us to prepare in time for
the life of mine beyond open pit. As we begin to sink early access shafts at Jwaneng
before 2010, it will become necessary to start to consider Debswana’s future beyond the
current open pit mines.
Developing the strategy took considerable effort from many people in our Company. As a
result, I am confident that there is sufficient buy-in to ensure a successful implementation.
We are confident that the strategy will enable Debswana to remain successful and profitable
on a sustainable basis, on both a macro and micro level. From a macro perspective, Debswana’s
contribution to Botswana’s development and well being cannot be underestimated. This
goes way beyond the financial contribution we make to the fiscus through our taxes and to
our shareholder, the Government of Botswana. Our contribution extends to the other areas
considered in triple bottom line reporting: the social and the environmental factors that make
Botswana a good place to live and raise a family.
On a micro level, we have an obligation to ensure solid returns for our other shareholder, De
Beers; we have an obligation to our employees – and we are the largest employer in Botswana
outside of government; and we have an obligation to the communities in which we operate.

Challenges
Our profit to revenue ratio remains high. Maintaining it at that level is a big challenge as we
mine deeper in our open pits and our plants age beyond 20 years and 30 years at Jwaneng and
Orapa respectively.
The first process plant commissioned at Orapa in the early 1970s will be replaced by 2010
followed by Jwaneng in 2011 and a tailings dump treatment plant at Letlhakane also by 2011.

4th Quarter
• Construction of Jwaneng Mine’s
new P3.5 million Dispatch
Control Centre is completed.
The Centre is expected to
assist with improvements in
productivity and reductions in
non-compliance.
• Construction starts on the new
Diamond Trading Company
Botswana building. It is expected
to be operational in early 2008.
• Debswana wins first prize at the
Botswana international Trade
Fair where the theme for the

event is “Trade: The key to
sustainable economic growth,
diversification and prosperity”.
Prominent visitors to the stand
include His Excellency President
Festus Mogae; Vice President
Lieutenant General Seretse
Khama Ian Khama; former
president Sir Ketumile Masire.
• The number of patients
registered on Debswana’s Aid
for AIDS Disease Management
Programme tops the 600 mark
for the first time.

• New production records are
registered at Jwaneng Mine:
the mine exceeds its target to
produce 13.6 million carats by
2 million – it achieves a record
high production of 15.6 million
carats.
• In an effort to improve relations
between Debswana and the
community, MD Blackie Marole
spends two days visiting Orapa
township, Mopipi and Letlhakane
villages – becoming the first
Debswana MD to do so.
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Managing Director’s statement continued

It will be a major challenge to bring these plants to production as they are each among the
largest process plants in the world with capacity to treat 9-10 million tons a year utilising state
of the art technology.
The strategic review process revealed that while the Company has consistently met its targets,
there was substantial room to improve efficiency, productivity and asset utilisation as in many
areas we lagged behind international benchmarks. The new strategy provides a solid plan to
correct this deficiency.

Strategy 2010 – processes and people
So we needed a strategy to deal with all this – and now we have one: it’s a big strategy and a
big ask. That’s why we have called it “The North Star”. The fact that we cannot see the North
Star from here doesn’t mean we can’t strive to reach it. If we are able to bring our costs down
in absolute terms and maintain our growth rates in all respects within best practice and within
global benchmarks, then I am confident that we can reach the North Star.
As we reach out to touch the North Star, every member of the Debswana family will have
to get involved in defining the road to success. Every company runs on its people. We cannot
achieve Strategy 2010’s goals without the buy-in and efforts of our people. We cannot achieve
Strategy 2010’s targets unless our people are empowered and equipped to do their jobs as
efficiently and effectively as they will have to. There is no question that the success of
Strategy 2010 will be closely linked to the development and support of all members of the
Family.
This is why two issues relating to our people and dealt with during the review period are
so significant.
The first relates to the remarkable improvement in our relationship with the Botswana Mining
Workers Union (BMWU). While the events of 2004 have left some residues of unhappiness,
there are clear signs that the relationships between management, the Union and employees are
warming up and actually getting better than they have ever been. The signing – post year-end
– of a Performance Management Agreement is evidence of this.
One of the reasons for this is that in 2005 we made a departure from a culture of negotiation
to one of dialogue and pulling together. We believe that this way of working must take
precedence over negotiations to make everyone a winner and I hope that the Union sees it the
same way.
The second issue – and this links directly to Strategy 2010 – was our employee climate survey.
This revealed some concerns raised by our employees which indicates that there is room for
improvement across several areas.
And having done it, I can assure our people that it won’t just be put aside. I have committed
myself to dedicating a significant part of my to time dealing with the issues raised in the climate
survey. At the same time, my management team and I cannot fix the problems alone. Our
people need to be part of the solution: I expect much input from them as we work towards
the resolution of the problems and concerns they raised.
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I encourage
you to bring into
2006 the support,
passion and
enthusiasm
demonstrated
during the year
under review...

Pulling together
Together, we can make Debswana the best company to work for. Together we can ensure
that our shareholders regard Debswana as the best investment they made. Together, we can
ensure Debswana is seen as the operator of choice and the custodian of the country’s national
heritage.
From a personal perspective, I am satisfied that we have achieved most of the things that I had
hoped we would in my first year as Managing Director.
I would like to thank the Chairman and Board of Directors, my management team and indeed,
every member of the Debswana family for the contribution they have made during this period.
I encourage you to bring into 2006 the support, passion and enthusiasm demonstrated during
the year under review, as we work together to shape the future of this great Company and
indeed the country as a whole.
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Operational review

Turnarounds and
triumphs over adversity

T

he review period was good for Debswana: the Company had its best year ever from a
revenue and diamond production point of view.
The main contributor was Jwaneng Mine, which experienced an outstanding year.
Subsequent to signing the Heads of Agreement between the Debswana shareholders

in December 2004, negotiations to conclude the new Jwaneng mining lease agreement continued
throughout 2005. The matter is expected to be finalised in 2006.
Saleable diamond production rose to a record 15.6 million carats compared to 13.6 million carats
in 2004. Some would attribute this to the excellent performance by the Main Treatment Plant and
Recrush plants as well as a higher than budgeted recovered grade. But that’s only part of the story.
The Jwaneng Mine 2005 success story is underpinned by people – people who stood together and
made a concerted effort to embrace a whole new approach to operations. Problems that were
plaguing the successful implementation of continuous operations became challenges to be met.
People have also worked hard at repairing the relationships that were damaged during the strike of
2004. Management, Union and employee relationships are probably better than they have been for
some time – but, there is still a long way to go. The employee climate survey which took place midway through the review period highlighted some areas of concern that will take time to resolve, but
which are being addressed.

12

Debswana Annual Review 2005

35 000

30 000

25 000

20 000

15 000

The Jwaneng Mine turnaround
in 2005 was the most notable
achievement of the review period.
Robust plans were put in place –
specifically the Treatment Integrated
Action Plan (TIAP) operational
strategy; money was invested; and
this, combined with true teamwork,
good thinking and hard work
resulted in the mine having its best
year ever.
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A key element of the strategy was
to reverse the declining utilisation of
the assets. From a low of about 70%
in 2003, by the end of 2005, Jwaneng
had achieved 82% overall plant
utilisation. And carats delivered rose
from 13.7 million carats to
15.6 million carats.
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Operational review continued

Progress has also been made on the safety front with most people paying serious attention to the
small “housekeeping details” that cumulatively result in a safe working environment. Safety will remain
a focus going forward, with the ultimate target of reducing lost time injuries to zero. And at Jwaneng,
with its newfound spirit of family, that is not impossible.

The Orapa and Letlhakane Mines
2005 was a lot more difficult for the Orapa and Letlhakane mines. The review period started badly
with the loss of the Orapa pit’s south east haul road due to a ramp failure. And this had followed
shortly after the loss of a loading shovel in a fire.
As a result of the problems, which were experienced early in the review period, the targets for
Orapa were revised downwards and production plans had to be considerably modified. By year-end,
these new targets had been met successfully. It would have taken a miracle for Orapa to achieve
its original targets, but even achieving the revised targets took massive effort and teamwork on the
part of every person involved in production at Orapa. This effort and teamwork augurs well for the
future, and meeting the challenges of Strategy 2010.
As was the case at Jwaneng, issues emerged during the employee climate survey which are now
being addressed. For example, concerns about communication are being tackled through the
introduction of “Project Letsema”. Letsema means “coming together to assist each other” – and that
will become the leitmotif, the framework, for addressing challenges, issues and problems in the future.
Indeed, if there is one outstanding highlight of 2005 at Orapa, it was the way in which the people
pulled together to deal with the challenges facing the mine. And this positive attitude is further
reflected in the markedly improved relationship between mine management and the Union.
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Losing the Orapa Mine pit access road was a
major problem. When you prepare an area
to mine, you make a road to access that area.
There is no other way to get there. There could
be other identified mining areas, but you don’t
put access roads yet because you don’t plan to
mine there yet.
So when you lose the access road through
subsidence, you have to change the entire
mining plan.
When you mine another area, many factors
change: for example the ore might be different
and that can impact the entire mining plan.
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Operational review continued

This same spirit of can-do cooperation is echoed at the other Orapa mines: Damtshaa and
Letlhakane, despite the fact that Letlhakane is itself facing significant technical and production
challenges.
Letlhakane Mine is the deepest of Debswana’s mines and ensuring slope stability is an immediate
challenge. The Letlhakane team is pulling together to devise solutions that will enhance safety at the
mine. Achieving the right balance between safety and production requires slick management and
a committed workforce. That this is the case at Letlhakane is reflected in the fact that, despite the
technical challenges faced, the mine produced a record carat haul.
Damtshaa, the “baby” mine in the Debswana stable, has grown into a sturdy operation, meeting its
targets and generally performing well.
Looking ahead, the Orapa and Letlhakane Mines are gearing up for an improved year on the
production front, as well as in terms of safety. The 12 lost time injuries experienced during the
review period is considered by mine management – and the people of Orapa and Letlhakane – as
“just not good enough”. Changing the behaviours and attitudes, which is necessary to engender a
culture of safety, is one of the most pressing challenges facing the mines in the year that lies ahead.

Botswana Diamond Valuing Company (BDVC)
The year under review was a very busy and demanding one for BDVC. This was highlighted by the
fact that the Company valued over 30 million carats despite space constraints and having to work in
an ageing building.
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While there are
always mishaps in
mining, the fact
that Debswana
was able to catch
up and come out
successfully by
the end of the
year, shows that
there is a degree
of preparedness
within the
organisation to
deal with the
unexpected.

Despite these challenges and the tight production schedule, the production team carried out
numerous bulk sample valuations, particularly to the North, South and Centre lobes at Jwaneng Mine
in order to establish valuation footprint models for these areas.
Skills training centred on leadership development and technical expertise. This is a top priority and a
key requirement for the Company if it is to successfully deliver the strategic goal of presenting the full
Diamond Trading Company assortment. A Performance Management System (PMS) is in place and
will be operational in 2006.
The protection of the product continued to be a strategic issue in BDVC’s business operations. The
security team enjoys a close working relationship with the Botswana Police and Security Forces and
as a result the product has remained secure throughout the year.
Business Continuity Plans (BCP) covering all departments, inclusive of disaster recovery, are complete
and in place. These plans now provide an effective, fit for purpose documented process that enables
the core business functions to continue and in turn mitigate risk.

Morupule Colliery
2005 was a record year for the Morupule Colliery: sales of 967,242 tons were achieved compared
with 897,244 tons in 2004. This was the highest annual sales tonnage achieved by the mine in its
32-year history. In achieving this record, the mine also sold its 20 millionth ton of coal during the
year.
Sales of graded coal increased by 29% over 2004 largely as a result of further rises in the export of
coal to Zimbabwe and Zambia. Performance of the Continuous Miner, commissioned during 2004,
continued to progress with steady improvements in metres advanced and pick utilisation.
Morupule is in the process of positioning itself to contribute to the diversification of the Botswana
economy by erecting a coal washing plant so as to increase its product range and provide a highly
sought-after product both for export and as a replacement for imported coal. This will see a
continuation in the rapid expansion of exports of coal from Botswana. The mine is also preparing
for an expansion to supply coal to the expanded BPC coal-fired power station at Morupule which
comes on stream in 2009.
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Safety, health and environment (SHE)

Good progress on
SHE issues

T

he major challenge on the safety front during the year was to keep things moving despite
the fact that the safety auditing body (the National Occupational Safety Association
of Southern Africa (NOSA)) ceased to function at the end of 2004. For many years,
the mining industry in southern Africa – including Botswana – used the NOSA safety
management standards but the Debswana mines have had to find an alternative.
In the interim, audits were carried out by other bodies using criteria similar to those of NOSA.
Ultimately, Debswana will have to introduce a safety management system that can be audited by
third parties to provide assurance that safety standards are being maintained at their traditional
high levels within the Company. The Company has chosen to move to the globally accepted
Occupational Health and Safety Standard (OHSAS) 18001.
Work has therefore commenced on preparing the mines to seek certification for compliance with
OHSAS 18001.
Debswana’s overall safety performance was satisfactory during the review period. While there were
no fatal injuries last year, this should be regarded not as an achievement but as it should be. On
the plus side, however, the Company’s combined lost time injury frequency rate (LTIFR) for the
Debswana operations was 0.15. This is slightly better than the target of 0.16.
At the Orapa and Letlhakane Mines, despite initiatives to improve safety, the mines’ performance
unexpectedly showed a negative trend with 12 lost time injuries during the year compared to nine in
2004. Five of these involved mine employees while the rest were contractors.
Investigations established that the key causes were failure to follow established procedures and lack
of risk assessments. The mines have engaged the DuPont Resource Centre to run a Behavioural
Based Safety programme after an evaluation on safety behaviour at the mines in October 2004. The
project implementation started in July 2005 with the development of safety competencies for senior
managers, line management and supervisors. The project will continue in 2006 with the cascading
of the programme to the entire work force. The purpose of the project is to strive for sustained
excellence in safety performance across the operations.
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The main tenet of safety, health
and environment management is
getting all the little things right.
In the review period, there were
no flashing headlines on the SHE
front – a clear indication that the
management systems are in place
and they are working.
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Safety, health and environment (SHE) continued

Jwaneng Mine, on the other hand, showed a significant improvement in the overall SHE performance
during the review period. Lost time injuries were restricted to five, one less than 2004, with a lost
time injury frequency rate of 0.12. However, property damage costs, although significantly lower than
benchmarking operations, exceeded target for the year.
Morupule Colliery had an excellent year on the safety front. Its safety record for the year improved
over the previous year with no reportable accidents during the review period. While the
number of minor accidents during the year increased significantly from nine in 2004 to 18 in 2005,
this is attributed to a successful campaign to improve the reporting of accidents and injuries.
In addition, Morupule Colliery had a successful year in the various inter-mine safety competitions,
winning the Severity Rate Improvement Competition, being placed joint first in the Lowest Lost Time
Injury Frequency Rate Competition and second in the Lost Time Injury Frequency Rate Improvement
Competition, which was held under the auspices of the Botswana Chamber of Mines. In addition,
Morupule Colliery was placed second in the De Beers Chairman’s Safety Shield competition. New
safety initiatives were implemented during the year and these are expected to further improve the
mine’s safety record.

Health
While the Company has traditionally focused on safety in terms of accidents, attention is now
increasingly being paid to worker-related diseases as the cross-over between health and safety is
taken to the next level.
On the health front, a Corporate Safety and Occupational Hygiene Manager was appointed during
the year and the implementation of an occupational hygiene programme has started with the
establishment of the HEGs (Homogeneous Exposure Groups).
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Environment
On the environmental front, Orapa and Letlhakane Mines spent a total of P5.8 million on
environmental capital costs – mainly rehabilitation – and P7.7 million on environmental working costs
during the review period. This included P1.78 million on wildlife conservation and restocking. At
Jwaneng Mine, a total of P3,7 million was spent on environmental capital and working costs.
The Company’s diamond mines had two surveillance audits by South African Bureau of Standards
(SABS) for compliance based on the new ISO 14001: 2004 standard and were recommended for
re-certification.
Significant progress was also made with the ISO 14001 implementation at Morupule Colliery.
Revised Mine Closure plans have been produced for the Jwaneng and Orapa operations while the
Mine Closure Plan for Morupule Colliery is at the final draft stage.
The major challenge for the review period, which will continue into 2006, was the promulgation
of the new Environmental lmpact Assessment (EIA) Act. This requires a strategic environmental
assessment of all policies and programmes. The Act is retrospective in that an existing activity has
one year from when the Act came into being to “legalise” itself by submitting impact assessments
for evaluation. Fortunately, the Company has undertaken numerous impact assessments in the past,
and can draw on that information in its compliance applications for past projects. New projects, of
course, will have to comply with the Act’s rigorous requirements from the outset. All projects are
being evaluated to ensure that possible impacts are identified and management plans put in place.
The Jwaneng and Orapa and Letlhakane Mines game parks continued to be used as public recreation
areas and a source of environmental education. Conditions at the Jwaneng game park were affected
by the outbreak of anthrax which resulted in a considerable number of animal deaths, necessitating
closure of the park to the public from time to time.
Nevertheless, Jwaneng Mine is placing emphasis on the development of a Jwaneng Game Park
Master Plan to address long-term ecological, educational and social needs and optimise this valuable
resource with the people of Jwaneng and the surrounding communities. The mine is also working
on finalising a long-term memorandum of understanding with the Cheetah Conservation Botswana
Group to fully support their efforts both scientifically and educationally. Through the Cheetah project,
the mine will continue to educate surrounding farmers on the need to conserve wildlife, particularly
the cheetahs and other predators.
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HIV/aids and Wellness programme

Moving ahead to
wellness

T

The success of the Debswana HIV/AIDS initiatives during the review period is reflected
in the enormous increase in the number of registrations for the Company’s HIV/AIDS
programme: the number of monthly registrations almost doubled when compared
to 2004.

In total, 616 patients were registered on the Disease Management Programme as at the end of
2005, representing an increase of 233 over registration figures for 2004. Of those registered on the
programme, 477 were employees and the rest were spouses. These figures translate into an average
patient registration of nearly 20 per month compared to 11 in 2004.
The increased registration can be attributed to a number of initiatives including educational
programmes held during the year as well as to the fact that the actual registration process has been
made much more “user friendly”.
One of the challenges with the HIV/AIDS programmes has been to increase employee comfort
around confidentiality issues and reduce the stigma that has possibly prevented people from enrolling
on the programme. The fact that so many have joined, is probably encouraging others to join as they
can see that there is no need to be concerned about confidentiality or discrimination in their jobs;
they can see that people have been on the programme for four years, are still employed and are
doing well.
491 of those registered on the programme are on anti retroviral therapy (ART) while the
remaining 125 are on monitoring.
A concerted effort at the operations was made during the year to get more employees to know
their status and have those who tested positive enrol on the disease management programme.
By the end of the year an average 73% of employees at some of these operations confirmed
knowledge of their status. Another positive development is that departments are becoming
increasingly active in driving the HIV/AIDS strategy directly. Preparations are underway for the
certification of the AIDS Management System at Jwaneng. Both internal and readiness audits have
been done while the certification audit is planned for the first quarter of 2006.
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What is of concern
to us is that much
as the AIDS related
deaths have been
coming down, and
deaths related to
accidents have
declined, deaths
due to causes
other than AIDS
and accidents have
increased.

A total of 61 enrolled patients have died since the inception of the Disease Management Programme
in May 2001. A further 85 left the programme through resignations, ill-health and normal retirements.
Those patients who leave Debswana enrol in the government’s programme MASA.
The value of the Company’s ART fund was P53 million at the end of 2005.
The partnership between Debswana and the government’s national ART therapy initiative continued
at Jwaneng and Orapa Mine Hospitals during 2005. A total of 2,067 people were enrolled in the
programme at both hospitals compared to just over 1,000 in 2005. This figure represents
just under 5% of the total number of citizens of Botswana who are on antiretroviral therapy.
Enrolment in the programme at Jwaneng re-commenced after having been suspended earlier in the
year due to resource constraints. It should be remembered that Jwaneng is an open town and the
hospital serves the entire region around the village. The resources that had been set up to provide
that service to public patients were not adequate. So it was a case of having to go back to the
drawing board to find the best way to deal with the problem.
Monitoring and evaluation of the impact of the Company’s response strategy and initiative constitute
a major role in the implementation of the HIV/AIDS strategy.
A number of the monthly tracked monitoring indicators show a downward trend. The trend in
AIDS-related deaths has been declining since 2001, a development largely attributable to the
providing of ART to HIV-infected employees and their spouses. The number of ill-health retirements
also continues to decline.
On the other hand, productive time lost to illness rose to 1.33% as at the end of 2005. This upward
trend is most probably due to the observed increase in the amount of sick leave during the same
period. However, an increase in sick leave may be a symptom of overall poor employee wellness and
possibly low morale as well.

Wellness programme
While much of the focus relating to employee health has been directed at dealing with the HIV/AIDS
pandemic – with the result that most resources have been directed at this – this has led to some
concern of “neglect” among those who do not have HIV.
As a result, consideration is being given to extending the HIV/AIDS programme into a “wellness”
programme that will benefit all employees.
Another driver for this move is the fact that while there has been a downward trend regarding AIDSrelated deaths, deaths due to causes other than AIDS and road traffic accidents have increased as a
percentage of total deaths. It is suspected that most of these may be a result of non-communicable
diseases such as cardiovascular (heart) diseases.
A Wellness Programme will enable the monitoring of other health risks to the Company, including
diseases related to stress, diet and physical exercise (or the lack thereof). Such a programme will
address the impact of these on both the physical and mental well-being of Debswana employees.
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Human resources

Progress made on the
people front

F

ollowing the illegal strike in 2004, considerable energy was devoted to rebuilding Debswana’s
relationship with the Botswana Mining Workers Union (BMWU) in 2005 – and good progress
was made.

During the formal Relationship Building Initiative (RBI) process, the parties identified the
problems that impact negatively on their relationship and agreed on an action plan with in-built
monitoring mechanisms to address these problems. Over 80% of the items in the action plan were
completed during the review period. Indeed, both the BMWU and Debswana management are fully
committed to re-establishing a relationship based on mutual trust and respect and are focusing on
joint problem solving via the RBI.
Probably the most significant achievement was the progress made in negotiating a performance
management system (PMS). Agreement was reached in early 2006. The key principles of the
PMS – which had been on the table for discussion for some 10 years – include a quarterly term
based bonus as well as an annual bonus paid to all employees in the bargaining unit.
In 2005, turnover of key technical staff was of concern. This turnover is not only happening within
Debswana – we are not only losing citizen staff in highly technical areas to other businesses in
Botswana, but we are also not able to attract skills into Botswana. Where are the people going?
They are going into the broader mining industry globally – China has picked up as has Australia. In
fact, there is a huge general shortage of engineers in the region, which is exacerbated by the need in
South Africa to prepare for the 2010 Soccer World Cup infrastructure.
In addition, the devaluation of the Pula is also having a major impact on Debswana’s ability to attract
expatriates with certain skills, particularly as these individuals are also concerned with short-term
contracts which are being offered, given the fact that talented citizen employees are coming through
the ranks.
In fact, the Company’s localisation/succession plan continued to deliver excellent results with
appointment of citizens to the majority of the executive positions, some of which were previously
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held by expatriates. The Company’s talent management process bore fruit as some internal
placements were effected, thereby minimising risk by preventing not only immediate job vacancies
but also pipeline shortages. During 2005, a 94% localisation rate was achieved, reflecting a greater
dependency on citizen skills and a continued commitment to the principles of citizen development
and our localisation policy.
However, some challenges still exist regarding the overall localisation/succession planning for the
Company, such as shallow bench-depth for mission critical positions and adherence to targets set for
localisation of certain positions. To counter these, the Company’s proactive talent development and
management processes continued to be reinforced to match the demand with supply of skills, in line
with business strategy. The shortage of key skills is still a concern and remains a key strategic focus
area for 2006.
It is interesting to note how strongly management concerns about issues such as succession planning
– which is directly related to skills development – and localisation are shared by Debswana’s
employees as a whole.
This emerged during the employee climate survey (see page 34 in this document). Deloitte
Consulting’s Best Company to Work For Survey was used, allowing for the opportunity to benchmark
within southern Africa and with other mining houses.
While the results could be categorised as “disappointing” from a management perspective, the
survey has provided an excellent foundation on which to build for the future. 2006 and beyond will
be devoted to working on dealing with the issues highlighted in the survey.
The drive throughout the review period was on the alignment of training and development needs
to business requirements. There was therefore an all-out effort to do a proper analysis of people’s
developmental requirements before appropriate intervention.
Debswana continued to prepare managers for the leadership challenges of the future by enrolling
them in development programmes such as the Supervisory Development Programme (SDP),
Programme for Management Development (PMD) and Executive Development Programme (EDP)
both locally and abroad. Short-term assignments were also used to expose managers to project
management approaches. The concept of self-development was encouraged and supported and as
a result a number of employees enrolled withvarious institutions for private and part time academic
and professional studies .
The Company has also continued to offer and support various training and development
programmes across different staff cadres. These include Adult Education and Basic Education and
Training (ABET) programmes as well as the apprenticeship scheme.
The process of re-positioning the Debswana scholarship scheme is continuing with the aim of
ensuring that the organisational needs are met, whilst at the same time taking market potential into
consideration. More focus is being directed at attracting graduates who are enabled to study for
second and even third qualifications which are aligned with Debswana’s needs. This increases the
chance of success of the candidates selected – having already proved their academic capability at
tertiary level – while simultaneously reducing the time required for the attainment of
the qualification.
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Corporate governance

New committees strengthen
corporate governance

T

he Debswana Board supports the corporate governance principles of openness,
integrity and accountability. Fundamental to the fulfilment of the Company’s corporate
responsibilities and the achievement of its financial objectives is an effective system of
corporate governance. The Board continuously endeavours to ensure that policies,
structures and mechanisms are periodically reviewed and adapted to reflect applicable
best practice.

Audit Committee
The Audit Committee is an important element of the Board’s system of monitoring and control, and,
with the exception of the Managing Director who is an ex-officio member, it comprises directors
who do not hold executive office within Debswana, with terms of reference determined by the
Board. The Audit Committee meets at least three times a year to monitor the adequacy of financial
information reported to shareholders, to monitor internal controls, accounting policies and financial
reporting, and to provide a forum for communication between the Board and the external and
internal auditors.
The Audit Committee meets the Company’s external and internal auditors and executive
management regularly to consider risk assessment and management, review the audit plans and
review accounting, auditing, financial reporting, corporate governance and compliance matters. In
particular, it reviews the annual financial statements prior to submission to the Board and considers
any matters raised by the auditors.
Both the Audit Committee and the Board are satisfied that there is adequate segregation between
the external and internal audit functions and the independence of the external and internal auditors is
not in any way impaired or compromised.
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Internal control
The directors are responsible for the Company’s system of internal controls and for regularly
reviewing its effectiveness. The primary aim of the system of internal controls is the management of
business risks that are significant to the fulfilment of Debswana’s business objectives with a view to
enhancing, over time, the value of shareholders’ investment and safeguarding the Company’s assets.
Although no system of internal control can provide absolute assurance that business risks will be fully
mitigated, the internal control systems have been designed to meet the Company’s particular needs
and the risks to which it is exposed.
To enable the directors to meet their responsibilities, management sets standards and implements
systems of internal control designed to provide reasonable assurance regarding the achievement of
objectives and to reduce the risk of error or loss in a cost-effective manner. These controls, which
are monitored throughout the Company, include proper delegation of responsibilities within a clearly
defined framework, effective accounting procedures and adequate segregation of duties.

Risk management
Both the shareholders and the Board recognise that engaging risk is at the core of Debswana’s
business and that risk taking is a choice in pursuit of objectives.
Debswana and its operations are governed by a risk framework through which risks are engaged
in an informed manner and proactively identified and managed. This includes identifying and taking
advantage of opportunities as well as protecting intellectual capital, income and assets by mitigating
adverse impacts of risk.
Debswana management is fully committed to the importance of effective risk management and
ensuring that business objectives are met and that continued, sustained growth and profitability are
achieved.
The Company’s Risk Management Policy addresses risks in areas of strategy, operations, finance and
compliance. All significant risks are reported to the Operations Executive Committee bi-annually,
and to the Board at least on an annual basis, and the policy is subject to review by the Board on an
annual basis.
Insurance policies, in place to address those risks that must be transferred, are reviewed by the Audit
Committee of the Board annually.
Awareness and understanding of Debswana’s risk management framework is established at all
appropriate levels of the organisation.
A process of identifying significant risks with reference to strategic, business or process objectives has
been established. Management is responsible for identifying, evaluating and managing these risks.
Code of Ethics
Debswana has a formal Code of Business Conduct and Ethics, which commits the Company to
the highest standard of compliance with laws, regulations, integrity and ethics in dealing with all its
stakeholders.
Additional corporate governance structures
On 30 March 2005, the Debswana Board approved the introduction of additional structures to
further enhance the Company’s corporate governance framework. As part of these changes the
Management Committee of the Board was disbanded to be replaced, in part, by the Technical
Committee in order to clarify roles, responsibilities, agendas and accountability.
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Corporate governance continued

Remuneration and Nominations Committees
A Remuneration and Nominations Committee (Remco), which is a sub-committee of the Board, was
established whose primary task it is to make recommendations on the remuneration and benefits,
incentivisation and performance targets of executive directors, as well as the remuneration and
benefits for executive management. In addition, Remco’s remit is to review and recommend for
approval by the Board, the structure and funding levels of any executive incentive schemes.
Technical Committee
A Technical Committee, which is a sub-committee of the Board, was established. Its primary
task is to consider, inter alia, technical issues, mining plans and proposals, capital expenditure, and
budgets in addition to providing overall technical assurance to the Board and making appropriate
recommendations for approval by the Board.
Tender Review Committee
The Board also made provision for two of its appointees to participate as observers on the existing
management Tender Review Committee, which is not a sub-committee of the Board.
Safety Health and Environment (SHE) Committee
A decision was made that the Board shall appoint a representative on the De Beers Board SHE subcommittee, which will provide assurance to the Company on SHE matters.
Frequency of Board meetings
The number of Board meetings was increased to at least four times per year instead of the previous
three meetings per year.
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Moving forward

“Our business is driven by passion –
a passion of turning diamond dreams
into lasting realities. This passion is
what keeps us in business. Sometimes
we are faced with challenges that
threaten our industry, it’s through our
unified purpose and values that we rise
to challenges with dignity and integrity”
Len Makwinja, Debswana Deputy Managing Director
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Strategy 2010

Imagine Botswana
without Diamonds

C

an you imagine Botswana without diamonds, specifically Debswana? It’s difficult, because
modern Botswana and Debswana are virtually synonymous given the undeniable
contribution the Company has made to underpin the growth of the economy over the
years. What makes it even more difficult to imagine is that Debswana is such a strong,
profitable company.
But Debswana is moving forward. Debswana is changing. And it’s not just change for the sake of
change: it’s about survival, it’s about sustainability.
Is Debswana vulnerable?
The answer to that is “yes”, albeit not now, not next year, not even in the next five years or so. But
unless Debswana takes decisive action now, unless Debswana moves forward and transforms itself,
Debswana could be in danger and its ability to contribute to the well-being and growth of Botswana
will be seriously compromised.
Why?
• Debswana’s profitability is under pressure because waste mining costs will grow significantly at
Jwaneng from 2010 and recovery grades will drop at Orapa as the mine goes deeper;
• Debswana must prepare itself to become an underground mining operation as opposed to
current open pit mining operations; and
• Debswana faces a capital expenditure bill of about P10 billion in the next five years to build new
main treatment plants and at least one dump treatment plant. In addition, early underground
access is proposed at Jwaneng from 2007.
The latter will bring a whole new set of challenges by the very nature of the mining operation.
Therefore the Company needs to look at people, technical people especially: where will it find them?
How will it build capacity in the next five years to be able to cope with this project load? Debswana
has never had to build so many plants before – in the past it has taken on average three to four years
to build and commission a single plant, now it has to build five, virtually simultaneously.
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Strategy 2010 in short
An improvement in revenue amounting
to US$735 million over five years. This
improvement is to be achieved through
improved efficiencies of current assets and
better diamond value management practices.
Cost savings of P1.4 billion over the fiveyear period. This would effectively reduce the
Company’s annual cost growth rate from an
average of 16% to 9%.
In order to support the delivery of the
Strategy 2010 targets, some changes will have
to be made to the organisation to improve its
effectiveness. These cover areas such as human
asset management, productivity practices, as
well as decision making and accountability.
Effectively, it’s all about processes and about
people. These have to work together.
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Strategy 2010 is based on the assumption that we
can achieve a lot more with what we have if:
• We reduce and eliminate unproductive time
and breakdown of equipment
• We find better recovery methods and effective
security systems for the diamonds we produce
• We source goods and services at competitive
prices and ensure on-time delivery of our orders.

So projects have been identified that can achieve
this. These projects are aimed at:
• Revenue improvement
• Cost savings
and
• Improving organisational effectiveness
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Strategy 2010 continued

Strategy 2010 is born
Much of 2005 was spent developing a five-year plan that would enable Debswana to achieve
Strategy 2010.
We will achieve our targets through:
1. Improving revenue using current assets – with minimal expenditure. This means that we have to
make the current assets work better. Our pledge for that particular dimension is that we need to
get an extra US$735 million minimum from these current assets.
2. Saving costs amounting to P1.4 billion over the same period (five years).

If Debswana can
get more out of
its current levels
of resources, its
profitability will be
extended. And if
it moves forward
towards sustainable
profitability in a
smart way, it can
prepare itself for
the challenges that
lie ahead from
an operational
perspective.

3. Improving organisational effectiveness, which includes –
•
•
•
•

Better human asset management performance
Improved decision making and accountability
A more focused structure and role of head offfice
Improved performance and productivity

4. Achieving sustainability. This entails two aspects:
– gearing up for major capital projects, inclusive of plants and underground mine developments
– ensuring that Debswana has a “licence to operate”. That involves triple bottom line (financial,
social and environmental) issues that guide companies to be good corporate citizens which
support, and are supported by, the communities in which they operate.
Moving forward
So Debswana is moving forward. It is entering what can be called a five-year transformation phase.
However, to transform and change the Debswana way of working, certain things must happen.
Strategy 2010 is designed to make things happen.
On the cost side, Strategy 2010 focuses on identified areas of waste as well as potential areas of
value that can be leveraged. An example is the Company’s supply chain. This means optimising the
supply chain through smarter procurement, efficient settlement of discounts, better management of
warranties and inventories, improving turnaround time for orders, looking at contracts more carefully
and using them more effectively. All simple things really. Yet it’s estimated that doing all this can result
in cost savings of over P340 million in five years.
Apart from supply chain optimisation, a variety of other projects have been identified to support the
achievement of the cost savings targets. These include:
• Shared services
• Labour productivity improvement
• Outsourcing and privatisation of non-core functions
• Improved utilisation of assets such as plant equipment and earth moving machinery
• Effecient use of major consumables such as ferrosilicon and flocculent
On the revenue side, the challenge is to get more from current assets – both plant and people – by
working smarter, not harder.
Linked to this is the issue of operational effectiveness. This is where the results of the employee
climate survey will play a key role. Operational effectiveness is not possible without the support of
all Debswana’s employees. So programmes and projects are being developed and implemented
to address the issues raised in the climate survey while simultaneously ensuring the Company’s
operations are resourced with the right people who have the right skills. More importantly, these
people need to be empowered to make the right decisions at the right levels, to take responsibility
for those decisions – and to be rewarded for doing so.
This means that a major focus of Strategy 2010 is to ensure Debswana is staffed by people who can
deliver on the Strategy 2010 targets over the next five years – and move the Company forward, into
the future beyond Strategy 2010.
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Strategy 2010 continued

Climate survey

F

F

or three weeks – from 13 June to 8 July 2005 – a total of 2,219 employees took part in the
“Let us Hear your Voice” employee climate survey and focus groups.

The survey produced over 1,000 pages of information, giving a clear snapshot of employee
perceptions. These perceptions can be argued and dismissed out of hand, or they can be
carefully weighed and decisive action taken that could provide the key catalyst to achieving
Strategy 2010.
Debswana has chosen to weigh the results and use them in the development and implementation of
Strategy 2010.
The process was independently conducted by Deloittes and involved:
• A formal survey based on independently selected random samples of employees across all
grades. This was completed either electronically or at special survey groups designed to assist
employees in the completion process.
• Focus groups at each site allowed employees to express their views on survey related issues and
to vote confidentially on a range of potential solutions to the problems identified
• A study into the issue of employee commitment.

The survey used the Best Companies to Work For format which has allowed Debswana to benchmark
the results against some of the leading organisations in South Africa as well as major players in the
southern African mining sector.
The survey measured employees’ perceptions on 10 factors, namely:
• Job satisfaction... do I feel challenged and satisfied in my job?
• Leadership/management style... does my manager inspire and motivate me?
• Communication... are the communication channels in my organisation open and effective?
• Relationships and trust... do I trust my employer and have good working relationships with my colleagues?
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3.2

• Rewards, recognition and performance management... do I feel recognised and valued?
• Diversity... does my organisation help create an environment that allows people from different
backgrounds participate to equally in improving productivity?
• Change management... does my organisation effectively manage its people through change?
• Management information... does management share information with staff appropriately?
• Policies and procedures... are policies and procedures in place, effective and fair to all in their application?

3.0

• Training and development... does my employer allow me opportunities to grow and increase my skills set?
• Commitment...what are the things that influence my level of commitment to the organisation?
Results for Debswana against other companies who had participated in the BCTWF 2004 survey
were as shown on the accompanying graph.
Recommended changes in the weakest areas of diversity, change management, training and
development, and polices and procedures included:

2.8

• Recruitment and selection – a need to train management in the area of recruitment and selection,
as a consistent approach to fair recruitment and selection is essential.
• Succession planning and development – there is a perception that while Debswana provides
good training for specific jobs, the organisation needs to do more to allow employees to develop
their full potential. The succession planning process needs to be more transparent with individual
development plans linked to localisation.

2.6

• Induction – every employee has the right to know what he or she is expected to achieve. Every
employee should have a job description, a clear understanding of how his or her performance
will be measured; access to summarised conditions of service and a summarised set of the most
important Code of Conduct and Health and Safety regulations.
• Change management – rewards should be based on completion of projects and doing the basics
of the main job well rather than for new initiatives; reduce the overall number of projects through
effective prioritisation; improve resourcing and projects and use them for leadership development
and localisation; involve employees where decisions could affect their ability to achieve their
performance goals.

2.4

• Governance – not only do employees need to know what is expected of them, but they must
be held accountable and this requires a clear and transparent approach to dealing with poor
performance at all levels via the performance management system and also in the application of
the disciplinary process.

2.2

Job satisfaction
Training and development
Relationship and trust
Management information
Rewards, recognition and performance management
Communication
Leadership management style
Diversity
Change management
Policies and procedures

2.0

• In conclusion, the poor results and reluctance of some employees to participate due to the
perception that nothing is done about climate survey results, is a clear challenge to management
to hear the voice of employees and address their concerns. Plans are being developed at sites and
at departmental level to do just that.

Ave Debswana
Ave BCTWF 2004
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Strategy 2010 continued

CSI moves forward

C

orporate Social Investment (CSI) at Debswana is joining the Strategy 2010 drive and it
too, is moving forward. Why? Because like everything else Debswana does, CSI must also
be sustained and sustainable. It must make a difference and be seen to make a difference.
As a result, 2005 saw the development of another new strategy – one for CSI.

However, that didn’t mean the work done by the Debswana Donations Fund came to a halt. In
fact, some P2.4 million was spent during the review period in support of over 30 deserving local
non-government and sporting organisations. Organisations that benefited from the support of the
Debswana Donations Fund included:
Botswana Tennis Association; Kalahari Conservation Society Educational Programme; Lephoi
Hostel for the Blind in Francistown; Pudulogong Rehabilitation and Development Trust in Mochudi;
Tshidilo Rehabilitation Centre in Maun; Central Association for the Blind in Serowe; Thuto Boswa
Rehabilitation Centre in Ramotswa; Tlamelong Rehabilitation Centre in Gaborone; Botswana
Volleyball Federation; Botswana Hockey Association; Botswana Football Association; and others.
The good news is that the value of the Fund will increase to around P8.2 million in 2006 as
Debswana moves towards its goal of assigning a significant percentage of its pre-tax profits to facets
of its Corporate Social Responsibility.
In reality, however, Debswana is already there. If CSI is regarded as more than just donating money
to worthy causes – and Debswana believes it is – then the Company is spending a significant amount
on CSI-type activities.
This includes, for example, the nearly P100 million per annum spent on its hospitals; then there’s the
Debswana schools, clinics, roads and infrastructure developed for the mines, but which also benefit
local communities. It includes the partnership between Debswana and the government’s national
anti-retroviral therapy (ART) initiative which continued at Jwaneng and Orapa Mine Hospitals during
2005. A total of 2,067 people were enrolled on the programme at both hospitals compared to just
over 1,000 in 2005. This figure represents just under 5% of the total number of citizens of Botswana
who are undergoing ART. This initiative underscores the importance Debswana attaches to good
corporate citizenship and giving back to the communities in which it operates.
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The CSI goal,
ultimately, is not to
give communities
a portion of the
Donations Fund,
for example, to
build a school or
to purchase some
equipment for the
school. The goal
is to empower
the community to
raise the funds for
the school project
themselves.

And that, in essence, is what the new Debswana CSI strategy is all about. It’s about community
development and sustainability. It’s about putting structures and skills in place that will sustain a
community long after Debswana is no longer “there”, either as a physical presence or as a donor
of funds. It’s about going beyond financial aid to include leadership in identifying and addressing
community needs.
Debswana’s main criteria in choosing projects to get involved in as the Company moves forward,
will be that the projects are aligned with Botswana’s Vision 2016, Millennium Development goals,
and are based on partnerships that give birth to sustainable community projects. These projects will
empower communities to make themselves sustainable.
Debswana’s new CSI thrust will focus on two types of projects: national flagship projects and local
projects. Support of these projects will be structured in such a way that it allows Debswana to touch
a wide spectrum of people.
This means its CSI funds cannot be tied up in single projects for years on end. Debswana will act
as a catalyst for projects, provide input and support long enough for the project to be given an
opportunity to establish itself – and move on to assist other communities.

Peo Holdings takes on eight new projects
Peo Holdings (Pty) Limited was established by Debswana and De Beers in 1997 to promote and
facilitate the establishment of commercially viable enterprises in Botswana and to facilitate the
involvement of Batswana as owners in these businesses.
The year under review was good for Peo: a record P14.3 million was approved in no fewer than ten
new enterprises which are in line with the Company’s new strategy to focus on identified areas of
growth with higher returns. These are critical for the sustainability of the fund.
And more of the same can be expected in 2006. In December 2005, Debswana and De Beers
injected an additional P10 million into Peo. This will enable the Company to do even more for
emerging entrepreneurs in the future.
Since its inception, Peo has funded 45 businesses, with an investment value of P17.4 million. In
addition, a further six projects with an investment value of P10.5 million were approved in 2005 and
are in the process of being implemented. To date these businesses have created employment for
over1,000 Batswana.

Mature Masedi moves on
Debswana’s investment and involvement in Masedi (Pty) Limited has come to an end with the
realisation of the Company’s CSI, technological and agronomic objectives for the agricultural
initiative.
The Masedi project was, in many respects, a forerunner of the new Debswana CSI policy: Debswana
is not shutting Masedi down – we are simply moving on to other projects now that Masedi has had a
chance to show what can be done. All future projects will follow the same route.
Debswana’s role in the CSI initiatives is that of a catalyst. We will partner with a community to
kick-start a project and assist in the development of the skills and resources needed to ensure its
sustainability. And then we will withdraw, enabling us to devote our time and funds to new and
emerging projects.
Masedi came to a critical maturity point in the development cycle. The technology has been proven,
the farms are running and we have trained many farmers and these farmers have been training
others in the community. The techniques they have learned will stay with the community long after
Debswana’s withdrawal. Now the farms must be passed on, preferably to citizen farmers as a
viable enterprise. We now look to make a commercial success of Masedi.
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Strategy 2010 continued

Making water work well

T

he water strategy is also, probably, the most critical strategy. That is because without
adequate supplies of water, neither Strategy 2010 nor any other Debswana strategy can
succeed.
Botswana as a country doesn’t have much water: it’s dry and getting dryer as weather
patterns change and global warming increasingly takes its toll.

The global consumption of water is increasing rapidly. Mines, like Debswana’s, use considerable
quantities of water in their production processes. The irony is that the more efficient Debswana
becomes in terms of diamond liberation, the more fine materials are generated – and that requires
even more water to process.
Debswana’s operations currently use up to 26 million cubic metres of new water a year. With the
envisaged developments on the diamond mines during the next 25 years, the new water demand is
expected to increase to 38 million cubic metres at current consumption rates. This translates into an
increase of 46%. Which is simply not sustainable.
If water was not re-used and consumption carefully managed, our water requirements would be
much higher than they are.
Recognising that Debswana would be irresponsible to ignore the looming crisis, the Company
developed and has started implementing a comprehensive water conservation strategy. The Debswana
Water and Residue Strategic Plan was approved in July 2005 for implementation and is being
implemented.
As the Company moves forward and implements its Strategy 2010 strategy and builds new
replacement processing plants, the success of the water conservation strategy will become more and
more critical.
The foundation for the water strategy is deceptively simple: it’s geared to enable the Company
to reduce its new water usage to the technologically possible minimum while taking account of
the environment, water acidity, and other factors. In order to do this, each Debswana plant, each
Debswana operation, must evaluate how it uses water. It has to be assured that the water that is
consumed by each of its processes is what is actually needed for that process – no more, only less.
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Botswana’s ground
water sources
are becoming
depleted because
the combination
of the topography,
weather patterns
and demand
reduce the available
opportunities
for the recharge
of natural water
sources.

The strategy has been structured into several focus areas: water source management; water
resources management; residue disposal; rehabilitation and closure; research and development; and
stakeholder management.
The result is that each plant now has its own target for reducing water consumption.
Since its introduction, the Orapa operations water supply situation in particular has improved
remarkably. Jwaneng’s water situation is also showing some pleasing trends.

Paste thickening and rain water harvesting
It is estimated that Debswana can reduce its water consumption by no less than 12% if people
become water wise and conserve water in their day to day activities. In fact, 10% water saving per
year has already been achieved – mainly through education and awareness.
Which leaves the remaining 38% to achieve the 50% reduction target. Where is that going to
come from?
Debswana is confident this will come from the implementation of paste thickening technology.
The paste thickening project is currently being undertaken in a phased manner and is expected to be
completed at Orapa in 2008. The first phase will be completed by end 2006. This will then be used
in the new replacement plants.
What paste thickening does is to recover water from the dewatering process for re-use in the plant.
Another promising option is what’s known as rain water harvesting. Studies already undertaken have
revealed that, for example, there is potential at Orapa for the “harvesting” of between 2.5 and 3
million cubic metres of water. By using water that has been harvested for non-potable requirements,
the boreholes can be “rested” with the groundwater resources having time to recharge.

Research and development
Ultimately, sustainable and effective reduction of the amount of water required by mine operations
will require a clear understanding of why different ores – and different mines – use different
quantities of water for processes that, if not identical, are very similar.
Other research projects are aimed at understanding the supply side of the water cycle so that
steps can be taken to improve the recharge of the country’s water systems. It’s been estimated
that Botswana is losing about 20% of its rainwater every 20 to 50 years. That 20% loss in rainfall,
combined with the rise in temperatures, translates into about 80% of what should be going into
recharging the country’s groundwater supplies.
Debswana cannot do all this in isolation. The Company is working with entities such as the
Department of Mines and the Department of Water Affairs; Water Utilities and other bodies and
providers to address the water issue – because ultimately, water is not just a Debswana problem
– it’s a Botswana and, indeed, a regional issue.
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Strategy 2010 continued

Purpose, vision and values

D

ebswana has adopted a new set of values in order to give the Company a clear set of
tenets and guidelines that will enable it to achieve its vision as it moves forward.

There have been many threats to the diamond industry. To counter these, De Beers
– and Debswana – believes there is a need to have a combined purpose or vision or set
of values that will sustain the industry.
In addition, there is a need for a vision that will give impetus to the cultural change and the corporate
values that will be required to meet the challenges of our Strategy 2010.

What is Debswana’s purpose?

Our business is
driven by passion
– A passion for
turning diamond
dreams into lasting
realities.

Debswana believes its purpose is to turn “Diamond Dreams” into lasting reality. What are “Diamond
Dreams”? The world of diamonds is all about making dreams come true. Geologists dream about
finding the next big mine; nations dream about the jobs and wealth that diamonds can bring;
shareholders dream of superior returns; employees starting their first day of work dream of a
successful career and young couples dream about the diamonds that will symbolise their love and
commitment.
The vision of the De Beers family of companies, to which Debswana’s vision is aligned – to
be the global benchmark diamond mining company – supports its diamond dream purpose. The
growth vision is focused on: “unlocking the full economic value of our leadership position across the
diamond pipeline”.
And underpinning all this are the new Debswana values which are epitomised in the phrase: “Living
up to Diamonds”. Everything Debswana and Debswana people do, should reflect the unique qualities
of its product. Everything they do should ‘live up to diamonds’. This means they will
• Pull together: be united in purpose and action, turning the diversity of our people, skills and
experience into an unparalleled source of strength.
• Be passionate: be exhilarated by the product we sell, the challenges we face and the opportunities
we create.
• Build trust: we will always listen, then act with openness, honesty and integrity so that our
relationships flourish.
• Show we care: the people whose lives we touch, their communities and nations and the
environment we share, all matter deeply to us. We will always think through the consequences of
what we do so that our contribution to the world is real, lasting and makes them proud.
• Shape the future: we will find new ways; we will set demanding targets and take both tough
decisions and considered risks to achieve them; we will insist on executional excellence and
reward those who deliver.
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Financial highlights
Group revenue at P15.8 billion increased by
35% against 2004 P4.1 billion
US$ diamond sales pass $3 billion mark
at $3.1 billion, an increase of 24% over 2004
Pula diamond sales at P15.8 billion exceed
2004 sales by 35%
Diamond sales volumes at 33.9 million carats
are 17% higher than in 2004
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Debswana posted quite a healthy financial performance during 2005. Group revenue for the year at
P15.817 billion reflected a 35% increase of P4.097 billion over 2004. The major factor contributing to
this increase was diamond sales which amounted to US$3.106 billion (P15.758 billion), a favourable
variance of 24% (Pula: 35%) on the 2004 results.
Diamond sales volumes for the year, at 33.9 million carats, were 17% higher than 2004 as a result of
the favourable impact of high production levels towards the end of 2004 as well as 2004 production
carried forward to the 2005 sales year. The average US$/Pula exchange rate for the year reflected
an 8% depreciation over 2004 as a result of the 12% devaluation of the Pula at the end of May 2005.
In addition, US dollar diamond selling prices were 6% higher than 2004 on the back of sustained
diamond market strength.
The positive revenue outcome, as well as a saving in operating costs realised in the current year,
resulted in a profit from operations which was 42% higher than in 2004. Despite the results for
2004 being bolstered by the profit realised following a decision by the Government of Botswana to
sell one half of the Group’s investment in Anglo American plc, which is listed on the London Stock
Exchange, profit before tax for 2005 was 40% higher than 2004 as a result of increased income flows
and fair value gains arising from the Group’s long-term investments.
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Glossary of terms
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ABET
AIDS
ART
Ave

Adult Education and Basic Education and Training
Acquired Immunodeficiency Syndrome
Antiretroviral Therapy
Average

BCP
BCTW
BDVC
BMWU
BWP

Business Continuity Plans
Best Company to Work For
Botswana Diamond Valuing Company
Botswana Mining Workers Union
Botswana Pula

CSI

Corporate Social Investment

Debswana

Debswana Diamond Company (Proprietary) Limited

EDP
EIA

Executive Development Programme
Environmental Impact Assessment

GM

General Manager

HEGS
HIV

Homogeneous Exposure Groups
Human Immunodeficiency Virus

ISO 14001

International Standards Organisation’s environmental management standard
focuses on organisational behaviour and how this behaviour is managed to
prevent damage to the environment.

LTIFR

Lost Time Injury Frequency Rate

MD

Managing Director

NOSA

National Occupational Safety Association of Southern Africa

OHSAS

Occupational Health and Safety Standard

P
PMD
PMS

Pula (Botswana currency)
Programme for Management Development
Performace Management Systems

RBI
Remco

Relationship Building Initiative
Remuneration and Nominations Committee

SABS
SDP
SHE
USD

South African Bureau of Standards
Supervisory Development Programme
Safety, Health and Environment
United States Dollar

TIAP

Treatment Integrated Action Plan
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Group directory
Head Office
Debswana House
P O Box 329
Gaborone
Botswana
Tel + 267 361 4200
Fax + 267 318 0778

West End Properties Company (Pty) Ltd
Debswana House
P O Box 329
Gaborone
Botswana
Tel + 267 361 4200
Fax + 267 395 6110

Jacob Sesinyi
Public and Corporate Affairs Manager
Email: sesinyij@debswana.bw
Tel + 267 361 4216
Fax + 267 318 0778

Morupule Colliery
Private Bag 35
Palapye
Botswana
Tel + 267 492 0281
Fax + 267 492 0643

Chipo Morapedi
External Communications Officer
Email: cmorapedi@debswana.bw
Tel + 267 361 4337
Fax + 267 318 0778
Orapa and Letlhakane Mines
Private Bag 001
Orapa
Botswana
Tel + 267 297 0201
Fax + 267 297 0243
Jwaneng Mine
Private Bag 002
Jwaneng
Botswana
Tel + 267 588 4000
Fax + 267 588 4540 or 588 1063
Botswana Diamond Valuing
Company
Orapa House
Private Bag 0074
Gaborone
Botswana
Tel + 267 395 4500
Fax + 267 395 1150

Sesiro Insurance Company (Pty) Ltd
Debswana House
P O Box 329
Gaborone
Botswana
Tel + 267 361 4200
Fax + 267 395 6110
Debswana Pension Fund
Debswana House
P O B ox 329
Gaborone
Botswana
Tel + 267 361 4200
Fax + 267 393 2639
Peo Holdings (Pty) Ltd
Private Bag 00507
Gaborone
Botswana
Tel + 267 390 2991
Fax + 267 390 2990

www.debswana.com
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